*s]S949}UI UOWLUOD JO UO!}OWOJd ay} 10} aa}}!WI 
-lU02 JUIO & SI }] ‘SPU UMO Jay} 40} sNOge] 10 jUaWABeUeW IayyIe Aq pasn eq oy asinape @ 


“sainpacoid aay}iwWoo Suiulesieq YSnosy) Paulluiayap aq 0} sjoafqns 
Que Sia}JeW pajejal pue SUOI}IPUOD ‘sinoY ‘sadeM uO SUOISISp |eUl4 ‘AQUade dululesieqe @ 


“sailjigisuodsai jualuaseueW 19A0 8ye} 0} Ue|d UoIUN e 


*SUOIUN JO S}YBLU sy) dinsn 0} uejd JUawWaseveWe @ 
“LON SI 
“SJap4O 9AIB JOU Sap }] “SUO|}epUaLUWODe Saye 


pue swajgoid saipnjs 3] “Suluiesjes 40 Bulusesy eakojdwe ‘Ajajes Ja}ea1d ‘Wslae}uasqe 
§S9] ‘AJEIOLW 19}}aq ‘UO!}eal9e1 PUL a1eJjaM JaxJOM ‘UOIJEAIaSUOD |00} ‘UO|}oNpold AjIjenb 


*"SasUa|/24D SAl}I}ad WOO Jaa MOU Ued jUualWaseUeW se aafojdwa 
94} 10} Ajlindas gol Ja}eas3 sueaw siy| ‘saseasoU! Osje aluNjoA ssauisng ‘aseaiou! Ayjenb 
pue Aduaidijja UayM “UOIJeZIUeTIO al} 0} |eI}UaSSa SI aaXojdwWa Yoea yey} ‘UawWaseuew 
U}IM SUOISSNOSIP 39}}!WWOS Jia} Ysnosyy ‘azijea1 Kay} asnedaq Aylyenb ul paysosaju! oso 
ale saakojdwea ‘Ajjualdiyja aiow ‘alojasayy ‘pue AjyJOOWS a0 Sassaszoid yom ‘suoIsua} 
Jafojdwa-aaXojdwa jo Suiuassa e Si aay) “yijaueq Ay} pul) sapis Yjoq ‘yoadses pue ysn4} 
Paysijqejyse ney juawWeseuewW pue inoge| UayM ZeUOAJaNe JIa\Je yIOMUeS} S14} S2OP MOH — 


*QUOALAAA JO }IJaUAq BY} 10} SuIAuys ‘wWea} antjtyadwoo e yo ped 
aq 0} JUeM ‘ajqissod se AjJUaldijja Se Und asldiajua diay} as 0} JUEM ‘}UaWaseUeW 0} Seap! 
4184} Bulg 0} JUeM saafojdwa ay} yey} Os yOadse1 pue ysn4y jenjnwW e dn ying avey juaW 


Uo uoNDe aAoajJa aj}olWOld oO} ‘suON}epPUaWWOda BayIWWOD YsnosY4} ‘UeWN4ysul Ue @ -adeueW pue inoge| asnedag ZAjaAljoayja UO!}OUNY Seaj}ILWWOD JUaWaseUeW-Inoge| Op AYM — 


"$a9|/uas 40 sjonposd 4194} 0} Suiuiepyad swe) 


-goid Uo UoeWOJUI pUe Seap! Jo aBUeYXe aU} 40} [aUUeYD SUONeOIUNWILIOD AeM-OM) e © “‘SUIPUe}SJapUN jenjnwW Ja}eaI3 pue yOMWed} YsNO14} BBpajMouy JaAo|dwWe-saho|dwa. 


Buljood ynq dn paads,, Aq jou ‘swodsJano uaaq aney sWajqoid jeinpazojd pue uol}oNp 
-o1d AuewW ‘UOI}e}|NsUOd yUlof YZNo1y) ‘yey; Usnoid aney SaayiwWod JUawWaeseuew-inogeq — 


‘uoljeziuesio Aue ul Juawaseuew ynouy}im inoge| 

OU 'noge| ynoYyIM JUaWaseUeW OU ag UeD Alay] ‘ainjuaA quo! e s! UONeJado lay) “UO!} 

-NQ}J}U0D S4a4}O BY} JNOYIM 4SIXe JOU Pjnod asiidiajuea Jay} yey} Buizijeas yoea YyYsnosyy 

uawaeseuew pue inoge| usamjaq uolesedo-09 Ja}e313 Ysnosy} pansiyse sue esey| 
“UONIDEYSIeS JaWO}sNd ‘AduUAITIJe sdiuas pue UOI}ONpold ‘suol}ejas 1eXo|dWa-aefojdwa “BUIAI| JO PLepUe}S S}! SAoJdUU pUe UleyUIeLU 
SAOIGW! 0} SaAl}ejUasaidas JUaWaseUeW pue INoge| jo Ajjenba pasodwod sa}yjiwWwode @ AyjUNOD 4NO UeD UOl}}adWod ;BUO!eUJA}U! JaaLU 0} AjI]IGe S14} YBNOIY) AjUO “SJayJeW P]OM UL 

gy aoed jnjjysi Jay ule}}e 0} Ss! epeued $1 a}esado-o9 jsnW jUswWaseueW pue Inoge] asnesag — 


UO!ITEI[NSUOD JUIOF JUSWeGHeUeW-inNogey E®dIIWWOD JUSWSebeUeW|-sinoge7y e Aum 


Labour-Management Committees DO WORK 


Interviews with both management and labour representatives on labour-management joint con- 


sultation committees has proven that these committees work. BUT labour-management com- i 

mittees do not run themselves, It takes time and honest effort on the part of both employer and 

employee to make joint consultation effective. The more effort expended —the better the H 3.1761 117676 
committee. i 


MANAGEMENT HAS FOUND 


@ less resistance to change When employees know 


LABOUR HAS FOUND 


@ a greater feeling of responsibility because manage- 
why the changes are being made and have been ment is acknowledging that the workers can contri- 
consulted on how to make the changes. | bute excellent solutions to production and service 


more efficient operation at alll levels — industrial, Problems: 


commercial, service — because they have taken the @ a sense of belonging and being necessary in the 
time to listen to their employees. | overall operation —of being part of a team, 

pester co-operation from the employees who now @ that their desire for co-operation can benefit them 
feel that management is interested jn them as through greater job security, improved standards of 


individuals. | living and better labour-management relations. 


Beater ability to meet business competition be- @ that they can take their problems to management 
Cause the employees now Understand management's as soon as they arise thus eliminating any build-up 
problems. of friction which could lead to grievances. 


Yes... experience has shown — joint consultation through LMC helps everyone 


IUR-MAR 


EMENT; CO-OPERATION 


LABOUR-MANAGEMENT CONSULTATION BRANCH 


_ CANADA DEPARTMENT OF LABOUR, OTTAWA 


Rocen Dumamtet, r.n.s.c. 
Queen's Printer and Controller of Stationery 
Ottawa, 1967 


Cal. No. 182-667 


What a Labour-Management 


Committee can do... 


There are many avenues open for labour-management discussions. Topics which can be dis- 
cussed and upon which recommendations may be made include: 


1. 


2 


advance planning on new equipment 
and work techniques 


educational and technical training, re- 
training and upgrading 


quality production 
pride of workmanship 


improving employee-employer commu- 
nications and understanding 


How to organize a 


campaigns against absenteeism 
safety — all aspects of personal and es- 
tablishment safety 

encouragement of employee work-im- 
provement suggestions 

establishment of continuing channel of 
facts to fight rumours 

improved housekeeping and equipment 
conservation 


Labour-Management Committee... 


iL, 


DESIRE: Make sure that the necessary 
enthusiasm for co-operation exists. Man- 
agement and labour must want to work 
together if the committee is to operate 
successfully. 

DISCUSS the plan in a spirit of friendly 
co-operation. Management and labour 
leaders must get together and talk frank- 
ly about the committee so they can be 
sure they know what they want, and what 
they are getting. 

EXPLAIN the committee plan to the 
supervisory staff and all the workers. 
Make sure everyone understands what 
a labour-management committee is. 
People must know or they won't give 
their wholehearted support. 
CONSTITUTION: A constitution describ- 
ing how the committee is to operate 
should be drawn up between manage- 
ment and labour. The constitution should 
clearly state the functions and authority 
of the committee. It should be in lan- 
guage easily understood by everyone and 
contain a “Parliamentary immunity” 
clause so that labour members are guar- 
anteed freedom to perform their commit- 
tee functions in good faith without 
affecting their working relations with the 
company. 

MANAGEMENT representatives: They 
should include top executives who can 
give authoritative answers to committee 
recommendations and proposals with a 
minimum of delay. There should also be 
adequate representation of foremen or 
supervisors so that they too may have 
first-hand knowledge of the committee's 
functions, 


6. LABOUR representatives: The recog- 


nized collective bargaining agency may 
elect their representatives at a meeting, 
appoint them, or, as an alternative, they 
may be elected in a plant-wide election. 
All departments or natural divisions; in 
the organization should be represented. 


The number of labour representatives + 


should be at least equal to the number 
from management. Labour representa- 
tives should be men who have ‘the’ confi- 
dence of their fellow workers, such’ as 
union executives. They should also have 
a good knowledge of work processes, 
and sufficient experience with the com- 
pany to be able to contribute materially 
to committee deliberations. 


MEETINGS: Set a definite date for the 
first — and all subsequent — meeting and 
stick to it, Regular meetings are a neces- 
sity. The usual procedure is to have one 
meeting each month, although some 
committees meet more often. 


CHAIRMAN and SECRETARY: Some 
committees have labour and manage- 
ment co-chairmen who preside at 
alternate meetings. Others rotate the 
chairmanship among all members of the 
committee while others have a labour 
chairman for six months then a manage- 
ment chairman for six months. The 
secretary prepares and distributes agen- 
das in advance, writes the minutes, then 
posts the minutes where they can be 
read by all the employees and staff 
personnel. 


A Labour-Management Committee 


can work... 


IF BOTH MANAGEMENT AND LABOUR 


operate the committee in a spirit of 
mutual understanding and confidence. 


earnestly attempt to understand each 
other's problems and viewpoints. 


keep an open mind throughout all com- 
mittee discussions. 


do not attempt to manoeuvre for indivi- 
dual advantage but approach their prob- 
lems in the spirit of “what is right” not 
“who ts right" 


publicize the committee's existence and 
activities so that all employees are fully 
informed. 


IF MANAGEMENT 


will always give careful consideration to 
all committee recommendations. 


will always explain “why” when certain 
recommendations cannot be adopted. 


will include top executives among its 
representatives on the committee. 


will recognize that the committee is not 
to be used to influence the employees’ 
relations with their collective bargaining 
agent. 


will make certain that foremen and su- 
pervisors thoroughly understand the 
plan and take an active part in it. 


IF LABOUR 


will recognize its obligations to co- 
operate in putting into effect committee 
recommendations which management 
has accepted, 


will realize that the committee is not 
established for the purpose of usurping 
management's prerogatives. 


will not select as committee representa- 
tives workers who habitually display 
non-co-operative attitudes, 


will not use the committee to air 
grievances which should be handled 
through grievance machinery. 


How a Labour-Management Committee 


operates... 


BRINGING MATTERS 

BEFORE THE COMMITTEE 

Workers wishing to have a matter discus- 
sed by the committee should first bring it 
to the attention of their representative. 
The worker and his representative may 
then discuss it with the foreman or super- 
visor, If this person’ has the authority to 
deal with the matter, the proposal may 
be implemented immediately and a re- 
port made to the committee. If further 
consideration is necessary, or the fore- 
man is not empowered to make a deci- 
sion, the representative can then take 
the matter to the joint committee. 


HANDLING THESE MATTERS 
Emphasis is laid on having equal repre- 
sentation by both management and la- 


bour because of the need to share ideas 
and points of view. Committees do not 
work well when a large labour group pre- 
sents requests to one or two management 
representatives, or a large management 
group informs one or two labour members 
about the program. On the other hand, 
few committees bring issues to the vote. 
A problem is discussed and a general 
Opinion arrived at. Joint consultation 
committees are not labour-versus-mana- 
gement but rather a meeting of minds 
to consider “what is best for the product 
or service”. As one committee expressed 
it: “We have found that the members line 
up according to their beliefs rather than 
according to whom they represent’. Other 
items are merely discussed and proposals 
made to management. 


